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ABSTRACT 

one of 33 self- paced instructional modules for 
training industry services leaders, this module contains three 
sequential learning activities on developing a plan for placing 
graduates of a pre-employment training program. (Industry services 
are manpoifer services provided by public agencies to nev or expanding 
private industries.) The first learning activity is designed to 
provide the learner with the needed background information regarding 
the placement process, e.g., advantages of a company hiring graduates 
of the training program, role of various agencies in placement, means 
of identifying the right job, information required from graduates, 
and information that should be provided by the client company. The 
second learning activity provides for application of the information 
in a practice situation, and a final checkout activity allows the 
learner to develop a plan for placing graduates in a real work 
situation, such as when employed or when serving as an intern 
learner. Feedback devices (learner self-test and performance 
checklist) are included for use by the learner and 
instructor/supervisor to assess progress. Case study information, a 
placement planning worksheet, and a sample personal data sheet are 
appended for guidance in performing the objectives. (JT) 
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This module contains two sequential learning activities and a final check-out activity. 
A brief overview precedes each learning activity and the final check-out activity. Each 
learning activity and the final check-out activity provide learning experiences to help you 
accomplish the objectives. Feedback devices (learner self-test, worksheet, and performance 
checklist) are provided to help you determine when each objective has been accomplished. 
Case study intbrmation also is provided to assist you in completing the learning activities. 

The first learning activity is designed to provide you with the needed background 
information. The second learning activity is designed to give you an opportunity to apply 
that information in a practice situation. The Check-Out Activity is the final learning 
activity. It is designed to allow you to develop a plan for placing graduates in a real work 
situation, such as when you are employed or when you are serving as an intern learner. 
The Performance Checklist (Appendix A) is used by the learner and the instructor/ supervisor 
to assess progress. The checklist is applicable for both practice performance and performance 
in the real work situation. 

Af ter reading the Objectives and the Introduction on pages 2 and 3, you should be 
able to determine how much of this module you will need to complete before the 
Check-Out Activity. 

* If you already have the necessary background information required for developing 
a plan for placing graduates, you may not need to complete Learning Activity I, 
p. 4. 

* If you already have had practice in developing a plan for placing graduates, you may 
not need to complete Learning Activity II, p. 19. 

* Instead, with the approval of your instructor or supervisor, you may choose to 
proceed directly to the Check-Out Activity, p,20. and develop a plan for placing 
graduates of a pre-employment training program when you have access to a real 
work situation. 

Your instructor or super\'isor may be contacted if you have any difficulty with directions, 
or in assessing your progress at any time. 



SUPPLEMENTARY TEACHING LEARNING AIDS 



An clfort luis been ukicIl* U) nuko this module iis scU-^'onljuK^d .is possible. The in- 
tbrnuition conUnied in the module should he sulfieienl in dexelop '*eiili\-ie\er' know- 
ledge and skills However, nu)ie intt)inKition on (he lopie is .iN.tikihle Tlie adN.nued leariiei 
ma\ wish to Jllain higher levels ol knowledge and skills 

(Mieek with \our instruetor or sUj^ervisor ( ! ) lo deternurie ila .;vaiLihihl\ and the 
loeation of additional resources, and il) lo get assistanee in setting up additional learning 
activ ities 

Le;irning Activity I 

*^ (None identified) 
Learning Activiiv II 

( None identif'ed ) 
Check-Out Activiiv 

A training institution eounseloi 
An emplovnient service counselor 



L After eom|')leting the retjUired reading, lake the learner self-test to demonstrate you 
have attained the knowledge of developing a plan for plating graduates of a pre- 
emplovmenl training piogram. You should complete all items correctly (Lciirning 
Activity I ) 





6 



11. After aiKily/ing the perforiiiaiico instructions, complete all the designated experi- 
ences in developing a plan for placing graduates of a pre-employment training pro- 
gram in a practice situation. Your woi k must conform to the checklist provided. 
< Learning Activity II) 

111. In an actual work situation, develop a plan for placing graduates of a pre-employ- 
ment training piogram Satisfactory performance will be realized when all items on 
llie performance checklist (Appendix A) are rated "\es (Chcck-Out Activity) 



DEVELOPING A PLAN FOR PLACING 
GRADUATES OF A PRE-EMPLOYMENT 
TRAINING PROGRAM 




INTRODUCTION 



The ultimate goal of a pre-employment training program is to place individuals in 
useful and satisfactory jobs. The placement process involves trying to match an individiiars 
qualifications and Lompetencies with the requirements of a job in industry Getting 
individuals into positions m which the\ are both satisfied and capable ol performing does 
not *'iust happen/' (jood results are more likel> to occur when careful planning has 
been aLComplished. 

A good placement progiam is one in wIulIi the graduates are placed in the job for 
which they were trained. The graduates of a program are likely to remain on the job for 
a longer period of time and tend to be more successful. 

The mdustrv services leader should have experience in matters relating to placement 
He She should know the procedures of the various agencies involved in placing graduates 
These agencies include the emplo\ment service, the vocational training institution, and 
the client compain . It is especiallv important to maintain close contact with the industry 
representative tor mtormation on the exact dates new employees are needed. 

The purpose of this unit is to provide information which will be of value to the industry 
^ervlces leader in developing a plan tor placing graduates ol\in industrv sei*\ices prc^gram. 




LEARNING ACTIVITY i: INFORMATION 



You should study the inform;itioii presented in the followuig section. Alter readnii! 
this inaleruil. \ ou will demonstrate kiiowledge of developing a plan for [ilaeuig graduates 
by completnig the Learner Self-Test, p. 13 . You will he evaluatnig \our knowledge by 
comparing your self-test answers to the Answers to Self-Test, p. 17. 

It IS recommended that the local office of the state employment service be given 
the resi^onsibility of placing graduates m jobs. It is hkeK that most ol the graduates will 
be placed with the client company. However, certain giaduates ma\ choose not to accept 
a job with the company. Others ma\ not be offered emplovment with the client Lom[\iny. 
The employment service has tiualified counselors wiio are well-versed on the techniciues 
of placement. Additionally, employment service personnel usually \vt)rk very closely 
with the client industry and the training institution in recruiting prospective trainees and 
employees. In the event that some training program graduates will seek jobs in other 
industries, the employment service office would be well-equippcd to rcter applicants 
to other sources of employment 



i. IMPORTANT FACTORS TO REMEMBER CONCERNING THE PLACEMENT PROCESS 

A. The placement process should begin at the time the training program begins. The 
industry representative should be given regular reports concerning the progress of 
each program participant. 

B. The persons in charge of placing graduates should compile the information and 
data required by the industry on each graduate. Much of the information and data 
should be collected at the time applications are made for the training program. 

C. Industry personnel managers and supervisors should be provided opportunities to 
become acquainted with the trainees. One way that this can be accom|)lished is 

to have the industry representatives visit the classes regularlv to answer any questions 
about the client companv . The trainees may be given a tour of the plant for which 
they are training. 



II POLICIES OF SOME COMPANIES WITH REFERENCE TO THE TRAINEE 

A. Some companies do not offer employment to all individuals who complete the 
, training. 

' Programs are generally populated at a level higher than the actual manpower needs 

; of the plant. This tends to insure an adequate number of qualified personnel. 

; C. Trainees are made aware of the fact that the company is not obligated to offer 

I every graduate employment. 

• There are many reasons why some trainees may not be placed in the client 
; company. Some examples are: 

I L Trainee may not show an interest in the job. 

1 2. Trainee may not adjust to the training program. 

; 3. Trainee, upon enrolling in the program, may have misunderstood the nature 

; ol the work. 

4. Industry may experience a slowdown in production; or 

5. Trainee may not be able to perform the work requirements. 

j III ADVANTAGES OF A COMPANY HIRING GRADUATES OF THE TRAINING PROGRAM 

! A. Hiring the graduates would fulfill the major goal of the training program, which 
I is the placement of individuals on useful jobs. 

; B. Hiring the graduates would impress upon the community the sincerity of the 
I industry in helping local citizens. 

! C. Hiring the graduates would provide a positive image for the vocational training 

• institution. 

J D. Hiring the graduates would increase the community's confidence in vocational 
I training. 

! E. Economic development would improve as a result of hiring the graduates. 

IV. THE ROLE OF THE VARIOUS AGENCIES IN THE PLACEMENT PROCESS 
A. The employment service 
I L Recruiting trainees 

• 2, Processing applications 

: 5 
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3. Testing and screening applicants 

4. Counseling applicants 

5. Referring applicants to jobs 

B. The client company 

1. Providing information for testing and counseling graduates 

2. Interviewing prospective employees 

3. Observing trainees 

4. Reviewing testing and counseling information and data 

5. Screening graduates 

6. Hiring graduates 

7. Maintaining records of screening procedures 

C. The training institution 

1. Collecting job information needed for testing and counseling activities 

2. Assisting in recruiting trauiees 

3. Assisting in counselinu trainees 

4. Assisting in testmg and screening trainees 

5. Assistmg in leferring trainees to client industr>' 

The employment service receives credit for placing graduates of industry services 
programs. However, it must be pointed out tliat a company may wi.^h not to mvolve the 
employment service. In such cases, placement may be performed by the training institution 
in cooperation with the plant involved 

A key objective of a training program should be to develop tiie kinds of individuals 
that are skillful and welUtrained m employability skills (how to exert them.selvcs in 
securing a job). The trainees should know how to secure a job. Once employed, they must 
know how to maintain stabihty in the job. The following topics are related to 
employability skills. It is felt that each trainee should possess most of these .skills in order 
to be successfully employed. The topics should be included in the placement plan. 

V. MEANS OF IDENTIFYING THE RIGHT JOB 

A. Try out as niiiny jobs :is |)ossible in the training program. 

B. Complete all of the reijuired activities in the training program. 
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* C. Discuss the job prospects with as many industry representatives as possible. 
' D. Discuss all job possibilities with an employment service counselor. 

E. Provide all int'ormation needed by the industry and the employment service 
office (fill out application, etc.). 

* F. Discuss job prospects with a training institution counselor. 

: VI. INFORMATION THAT MAY BE REQUIRED FROM GRADUATES 

t A. Name and address 

; B. Phone number 

I C. Social security number 

! D. Personal information 

j 1 . Age 

; 2. Sex 

i 3. Height 

I 4. Weight 

* 5. Physical Hmitations 

* E. Education 

I . Schools attended 

I 2. Dates of attendance 

* 3. Major field of study 

J 4. Awards and activities 

I F. Job preferences 

I G. Experience 

; I . Name and address of company 

I 2. Length of time worked 

I 3. Brief description of duties and responsibilities 

I 4. Special training programs or courses 

J 5. Job performance summaries 

I H. References (usually three) 

I I. Type of position for which one is applying 

J. Reasons interested in position and firm 

7 
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K. Ways one^s training meets the employer's needs 
L. Explanation of personal qualifications 

A sample form for collecting personal data is shown in Appendix D. 

VII. INFORMATION THAT SHOULD BE PROVIDED BY THE CLIENT COMPANY TO 
ENABLE APPLICANTS TO MAKE DECISIONS 
A. Benefits provided employees by the company 



1. 


Insurances 


2. 


Unemployment compensations 


3. 


Leaves 


4. 


Vacation 


5. 


Retirement plans 


6. 


Social security 


7. 


Pensions 


8. 


Stock purchasing plan 



B. Wages provided employees 

1 . New employees 

2. Advancement scales 

C. Payroll deductions 

1 . Amounts 

2. Purposes 

3. Intervals 

4. Methods of calculation 

D. Working conditions 

1. Shifts 

2. Physical requirements 

3. Noise levels 

4. Work station information 

E. Company policies 
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VIII SUGGESTED CRITERIA FOR RATING PROSPECTIVE EMPLOYEES 

The process of counseling and referring persons to an employer is often haphazard. 
In order to provide some decision-making information to those charged with this task, 
twelve categories have been identified by which program applicants may be evaluated. 
Certainly, no attempt has been made to limit criteria by which individuals may be 
measured. Yet. those listed represent an effort to develop some 'Miandle'" or basis to 
decide who will be offered employment. 

Care should be taken in treating cumulative scores of applicants as conclusive data, 

sufficient to offer or not tp offer employment, it should be recognized that certain 

intangible qualities exist in peopte. These often are difficult to identify and even harder 

* to measure. It is for this reason that no weighted values have been assigned to the 

category of •'Interviewer Evaluation."' This area should possibly serve as the single most 

important factor'in selecting employees. While single and cumulative scores from the 

remaining eleven areas can serve as an evaluative tool, it should be remembered that they 

are only that a tool. ^ 

The following areas are listed as categories of evaluation. Their arrangement represents 
ft 

no particular order or sequence. Responses from all but one category have been assigned 
weighted values on the rating sheet, it is possible then to arrive at a cumulative score on 
' ^ each person by adding the values checked for each area. This should result in a 
graphic comparison of all job applicants. 

it is obvious that the collection of this information would begin at the time the 
individual applied for training and would continue through the last interview by the 
industry personnel manager. It is important that all persons who complete the 
program be placed in jobs for which they were trained. Employment service personnel 
will make every effort to find suitable employment in the client industry or in other 
related industries. Clear indications of the qualities possessed by the graduates will 
greatly increase their chances for successful employment. ^' 
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Evaluation categories with weighted values 

1 . General Apilucle Test Battery (or other appropriate test) 

Top 10^; 
Upper 20'1 
Upper .W; 
Upper 40^? 
Below 60^? 

2. Previous work experience 

Industry Machines or Related Equipment 
Monitoring Macliine\ l:t|Uipment 
Equipment/Machine Maintenance 
Piece Work or Production 
No Previou** Industrial Experience 
No Previous Work Experience 
« 

3. Education 

One or More Years of College 
High School or Equivalent 
Grades 10 to i 1 
Grades 8 to 9 
Less than 8 grades 

4. Previous trade industrial training 

Two or more years 

One to two years 

Three months to one year 

None * 

5. Interest . 

Highly interekted 
Demonstrates some interest 
No measurable interest 

6. Knowledge of industry (results from training program) 

Highly knowledgeable 
Knowledgeable 
Somewhat knowledgeable 
No appreciable knowledge . 
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Psychomotor skills demonstrated (results of training program) 



Highly satisfactory 






3 


Satisfactory 






2 


Somewhat satisfactory 






1 


Unsatisfactory 






0 


Attendance 








No absences 






3 


One absence 








Two absences^ 






1 


Three or more absences 






0 


Punctuahty 








Never late 






3 


Late once 






2 


Late twice 






•| 


Late three or more times 






0 


Safety 








Nt^ver unsafe 






3 


Unsafe once 






2 


Unsafe twice 






1 


Unsafe three or more times 






0 


Work harmony 








Never a problepi situation 






, 3 


One problem situation 




• 


2 


Two problem situations 






1 


Three or more problem situations 






0 



i:. Other 

Interviewer evaluation 

This area is reserved for the interviewer to identity certain qualities that are 
evident in program applicants, but not measured previously. Here the interviewer 
should make a judgment based on contact with applicants as to whether a given 
applicant has the potential to become a '*good employee." The assumption is made, 
of course, thai the interviewer will have a keen knowledge of the jobs for which 
-4)ersons w^jre trained. Preferably, the interviewer should be a person from the industry. 

n 
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LEARNER SELF-TEST 



Tins IS a clicckpoint knowledge test needed before proceeding to practice developing 
a plan to place graduates of an nidustry services program. Follow the instructions provided 
with each ilem Check your answers with the Answers to Self-Test which follow. If you 
fail to complete all items correctK, you may want to refer back to parts of the module 
inlormation. 

1 . The placement process should begin at the close of the training program. Circle the 
correct answer. 

True False 

if 

2. Whicl) one of the following would most likely be in charge of placing program » 
graduates? Circle' your answer. 

a. Training institution 

b. Employment' service office 

c. The industry 

d. None of the above 

3. Which one of the following is not normally a function of the employment service? 
Circle your answer. ^ 

a. Recruit trainees 

b. Test and counsel applicants 

c. Train applicants » 

d. Refer applicants to jobs 

4. Some trainees are not offered employment after they iiave completed the training 
program. Circle the correct answer. 

True False 
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5 Lisl si\ possible cnloiui which cuuld bo used lor i\Uing piospocuvo oiiiplo\cos 

A. 

b. 
c 



I 



V 



I 
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ANSWERS TO SELF-TEST 

1. False 

2. b. 

3. c. 

4. True 

5. Any six of the following: 

a. General Aptitude Test Battery 

b. Previous work experience 

c. Education 

d. Previous training 

e. interest 

f Knowledge demonstrated during industry training program 

g. Skills demonstrated during industry training program 

h. Attendance 

i. Punctuality 
j. Safety 

k. ' Work harmony -r * 



f Proceed to the next learning activity for practice^ in developing a plan for placing graduates 
of a pre-employment training program. 
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LEARNING ACTIVITY II: PRACTICE PERFORMANCE 



You will be rcquiicd to practice sc\cral aspects of placing iiratluatcs of a pre- 
cnipioyuKMit traininii program You must read the Case Stud\ Inrunnation jMesented 
in tlie module Then. \ou will complete a series of wiitten exercises related to pLiLing 
program graduates ^ ou will be evaluating your completed work UMUg the Pertonnaiicc 
Cliecklisl from Appendix A 

I Read the Case Study Infornialion shown in Ai^pendix B I ins intormatK)n will 

serve as a basis tor peri'ormmg tJic acliv itiev which lollovv 

II. Use the Placement Planning VVorkslieet Irom Apj^Midix C to describe \oui activities 

' in developing a plan for placing api^icants for tiie jobs cited in I lie case studv 
mfurmation 

III Usu the Perfornianee Checklist Irom Apix*ndix A to check \ our compctcncv m 

describing \our placement activities tor the case stud> industry. All items on tiie 

checklist should be rated '\ves " 
< 

^ •^'Completion of the j^revious learning activitv sliould have preparjd vou to develop a 
plan for placing a[^plicants k)r jobs m a real work situation. Proc(,ed to the Clieck-Oiit 
Activity. 
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CHECK OUT ACTIVITY: PERFORMANCE IN REAL WORK 
SITUATION 



The activilN below is intciulcci to be coiuluctcd in an actual on-the-job situation. 
It may be conipleted without comi^lcting the two learning activities, ifxou think \ou 
have the iiroriLieiiey to' ilo so, 

^'ou will be assigned the responsibilit\ t)l eoordinating the placement of graduates 
ol a pre-employment training program for ;in industry in your community. You must 
develop a plan wJiich will involve the Focal employment service olTkc (when possible) - 
m recruiting, testing, counseling, and referral activities. You must.undcrstand fullv the 
qualities needed b> the industry workers 1 he plan must include ways to keep the 
industry fully informed about all front-end placement acti\ities. Multiple criteria should 
be Used to select candidates for the jobs t)ffered by the 'industry. Industry representatives 
should be involved as much as possible in interviewing, instructing, and observing the 
prospects. YQur performance will be judged by your instructor or supervisor using a 
checklist. All items on the Pcrtbrmancc Checklist (Appendix A) must be rated ''ves." 

After completing the Check-Out AcJivity^ \ou may' select another module for study. Your 
instructor m supervisor may be contacted if vou have any difficulty'^in selectmg a module. 



V 



APPENDIX A 
PERFORMANCE CHECKLIST 



Developing a plan for placing graduates of a pre-employment training program. 



INSTRUCTIONS: If the performance is satisfactory, write YES in the space provided. 

If the performance is unsatisfactory, write NO in the space. Each 
item must be rated ''yes" for satisfactory task performance. 



Prerequisite skills (if any) required by workers in the industry were 
specified. % 



2. Multiple criteria to be used in selecting prospects were identifed. 



3. The placement, activities to be completed were identified. 



4. ' The agencies responsible for each placement activity were identified. 



5. The selection criteria identified would likely result in the most 
qualified persons being placed in suitable jobs. 



6. The placement activities identified wotild likely result fn effective and 
efficient placement. 



7. The dates identified for completing the placement activities seemed 
realistic. 



□ 
□ 
□ 
a 
□ 
□ 
□ 

□ 
□ 
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APPENDIX B 

CASE STUDY INFORMATION FOR PLACING GRADUAFES 
OF A PRE-EMPLOYMENT TRAINING PROGRAM 

A 20-hour pre-employment training program will be provided for an automotive 
arburetor assembly plant. A brief description of the process for assembling the parts 
nd subassemblies follows: 

1 . Assembly of air horn. This task involves positioning the parts in place; 
driving screws into predrilled and pretapped holes; installing gaskets; and 
installing other related subassemblies. 

2. Assembly of carburetor main body. This task involves inserting lead into holes 
and installing several main body components using punches, screwdrivers, and 
small wrenches. 

3. Final assembly. This task includes the assembly of the air horn and main body 
to the throttle body. ^Subassemblies are drawn together by screws. Shellac is ^ 
applied to the lead shot plugs as a seaK and the idle air is checked with a 
manometer. Repair operations may also come at this point for correction of 
problems identified. 

4. Fldw testing. Testing the carburetor operation is the final task. The How test 
is the "real life'' evaluation of the carburetor. All carburetors must receive 
this test. 

The primary objective of the pre-employment program is to determine 
which persons have the interest and potential ability to perform assembly 
tasks on a productive, competitive basis. The activities planned for the 
program are as follows: 

1. Clearly establish the basic manpower requirements of the 
industry, such as personal characteristics, education, experience, 

^ and potential manipulative abilities. 

2. Develop criteria to be used in counseling and selecting applicants 
for the training program anu for employment. 

3. Recruit, test, and refer applicants for the training program. 

23 ' . . 



Counsel and screen applicants for the training program. 

Conduct 20 hours of orientation instruction. 

Interview each trainee during and following the training program 

concerning potential jobs. 

Place program graduates in jobs. 
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APPENDIX C 



PLACEMENT PLANNING WORKSHEET 

PROSPIXTIVE INDUSTRY 

I What prerequisite skills (if any) will be required by workers in this industry? 

I 

2. Provide a brief description of the pre-employment training program to b^^ provided, 
PLACKMENT ACTIVITIES , * 

1 . What criterja were likely used to select candidates for the training program? 

2. What criteria would be used to select candidates for jobs within the industry? 

3. " Develop a schedule and sequence of the tasks to be performed in testing, counseling, 

screening, and selecting applicants for jobs within the client industry. Set arbitrary 
dates for the completion of each activity. Also, indicate what agency will be 
responsible for each task. 
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APPENDIX D 



SAMPLE PERSONAL DATA SHEET 

DATE OF BIRTH: 

PLACE OF BIRTH. 

WEIGHT: HEIGHT: 

SOC. SEC. NO.: 

PHYSICAL CONDITION 



HOBBIES RELATED TO JOB OPPORTUNITIES: 



WORK EXPERIENCE: 



REFERENCES: 

C- 



TYPE POSITION APPLIED FOR: 

REASONS INTERESTED IN POSITION: 



NAME: _ 
ADDRESS: 



TELEPHONE: 

MARITAL STATUS: 
EDUCATION 



EXPLANATION OF PERSONAL QUALIFICATIONS: 



LIST OF INDUSTRY SERVICES LEADERSHIP DEVELOPMENT MODULES 



L Orientation Ui liuliistr> Soniccs 

A iniroiluction to lmluslr\ Sorxitvs 

B Industry Services l.ojderslnp Do\ ekipinoiit I'rDgr.nn 

Ciinde for IKinti ihe Selt-l\Ked Itislriiciiotial Modules 

11 L>tuliiishiiig Contacts and Ret;itit»nslii|ts 

\ Speaking to Indiisinai aiul Coinnuinilx Ciroups 

B VVniinj: Articles tor News Medi.i 

( Uienii(\ ing I'uiKtiotis ot AyeiKies InvoKed n\ 

> ltulustr\ SerMtcs 

I) Dcvelopnij: .1 BroLluiro lor Industry Services 

III. Obtaining AgroenKMits 

A Developing rr.nnini: Agreements 
B Developnig .i Lead-time Schedule 
C Inleiprettng Legislation Related to Industrv Serviees 

IV. Ulehtit\iiig Training Needs 

A Collecting I raniework Production and Iraminji 

Intorrnation 
B Selecting Tvpesol framing I'rogiains 
C Preparing a Budget lor an Industrv Services Project 

V Aei|uiring Res<iurccs 

A Selecting Instructors tor Industrv Services 
B Securing a Training Site 

C* Securu]g Tranung Liiuipincnt. loots, and Supplies 

VI Iraining Instructors for lndiistr\ Ser%ices 
Traiinng Instructors lor Industrv Services 

VII. Preparmg for Traiinng 

A Adapting the I ratinng Site to Training Needs 
B. I'vatuating Satetv Conditions at I r.iining Sites 
C Announcing the Opening ot a rraininy Progranv 

VIII. Preparing Training Materials 

A. Conducting a Task Analvsis 

B Developing Perform ancc Objectives 

C\ Determining Types ot InstruLttonal Meiliods.uul Media 1 

D Developing Pertormance Tests 

I Developing rramiitg Manuals 

\\ Preparing Videotapes lor an Industry Services Program 

CJ Setting Cp Learning Centers lor Industry Serv ilcs Programs 

IX. Selecting Candidates 

Developing a Plan tor Testing and ( ounsehng Aj>plicants lot a framing PrOgram 
X. .\lonitoring Trannng Programs 

A. Assisting m Providing Pre-l mplovnient and ln*PI:i!it liaining 

B. Developing a Procedure tor Keeping Participating Agencies Intormed 
About Training Program Activities 

C Monitoring Training Programs tor Progress and I xpendilifres 

XL Closing Training Programs 

C losing u Training Program 
XII Placiiig Program Participants ^ 

Developing a Pl.m tor Placing (Jraduatcs ut a Pre-I mptov inent 1 ramnig Program 
XIII Evaluating liulustrv Services Programs 

I valuating Indusirv Services Programs 



Direct Iminiries To Rese.iicli and Curriculum L mrior ViKaiioiutl 
Iechnic.il I ducation ( i^lloge ol I diivalion 
Mississippi Slate I niveisitv , Drawer D\ 
Mississippi Stale MS 3^)^o2 
U>01 1 .^:5-:5 10 
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